The article focuses on the analysis of the results of empirical research, which shows how motivation of knowledge workers influences their job performance. The analysis focuses on characteristics (that are differentia specifica) of a knowledge worker and their impact on the results achieved in their organization. It was assumed that the impact of motivation on job performance increases together with the intensity of these characteristics. Therefore, the main aim of this article is to verify the influence of motivation on knowledge workers' job performance. In order to verify the formulated hypothesis, an empirical study with the use of a questionnaire was conducted among employees of 204 organizations operating in Poland. Methods of statistical description and estimation were used, including correlation analysis and regression analysis with moderator. A positive relation was established between the absorption of knowledge workers' characteristics and work motivation, and a positive relation between absorption of knowledge workers' characteristics and job performance. Together with the verification of the knowledge workers' characteristics as the mediator of the relation between work motivation and job performance, the study allows for the advancement of the existing (and described) research area. The obtained results allow only to preliminarily verify the raised issue which proves that it is a field of study undoubtedly worth exploring further.
Introduction
Technical and manual skills, which are characteristic of mass production, are becoming less dominant in the contemporary economy (Jashapara, 2014) . Nowadays, intellectual skills are more important. These are the immanent predispositions of knowledge workers (KW), who differ from other employees in an organization in terms of their level of specialist knowledge, education and experience (Davenport, 2007) . By creating, disseminating or using knowledge in practice, these employees are characterized by exceptional qualities and a personal profile (Drucker, 2011; Jashapara, 2014; Klincewicz, 2012; Koźmiński, 2012; Oleksyn, 2014; Trzcieliński, Włodarkiewicz-Klimek, and Pawłowski, 2013; Wellin, 2013) . Moreover, their differentia specifica determines the approach to performing their duties for the organization, which has symptomatic consequences (Kolnhofer Derecskei, Nagy, and Zoltay Paprika, 2017; Kubátová, 2012) . This notion has been partially documented in literature, among others, by Bieńkowska and Ignacek-Kuźnicka (2018) , who conducted research in a lawyer community. Jashapara (2014) underlined the need to direct the course of the learning process of KW as a starting point because it results in increased organizational performance. A proper organization of trainings makes KW more involved (Juhnowicz, 2012) , which is reflected in their job performance (Juchnowicz, 2012; Liker, 2016; Šikýř, 2013) and also the performance of the organization as a whole (Drucker, 2011) . It was also taken into consideration that work motivation itself is one of the factors influencing employees' involvement at work (Wołpiuk-Ochocińska, 2015) . This was further supported by Salanova, Agut, and Peiro (2005) who also found that motivation to work is closely related to employees' involvement at work. From this, it is difficult to consider commitment without motivation to work. One of the conclusions in literature was that high work motivation accompanies both high involvement and high performance of employees as well as high performance of the organization as a whole (Bieńkowska and Ignacek-Kuźnicka, 2018; Tworek, 2019) . High involvement from employees is accompanied by high results. For instance, high results obtained by KW such as lawyers were found to be accompanied by high results obtained by their organizations. Ultimately, the pilot studies performed in organizations operating in Poland showed a strong positive correlation between the percentage of KW employed in the organization and the creation of new knowledge (Bieńkowska and Ignacek-Kuźnicka, 2017b) , thus proving also the legitimacy and purposefulness of continuing research in this field. In view of the above, it seems that the analysis of differences between KW from other employees in the organization concerning improving the efficiency of KW, development of their individual abilities, the specificity of work culture, increasing loyalty, job satisfaction, their innate and acquired work motivation, as well as the results of their work (Davenport, 2007; Evans, 2005; Fowler, 2015; Huang, 2011; Jezusek, 2018; Jureczka, 2018; Maciariello, 2016; Parmenter, 2016; Pluta, 2018; Šajeva, 2007) still need to be enriched with empirical research in the field of work motivation and job performance. It is true that the above-mentioned articles focus on these issues, sometimes in a very insightful way, but often with the emphasis on developing solutions that would improve the efficiency of KW. However, it seems that the discussion should start with a question of whether the issue of work motivation is really more important for a group of KW than for employees who are not distinguished by any specific skills. Therefore, the main aim of this article will be to verify the influence of work motivation on job performance of KW. Hence, the main scientific question concerns the idea of whether the influence of work motivation on job performance is stronger for KW than for employees who are not KW. It will allow a focus on the motivation system dedicated to KWa matter which translates especially into job performance of these employees and, further, the performance of the organization as a whole.
Literature review and hypotheses development 1.Knowledge workers in an organization
The traditional understanding of the term knowledge worker (KW) is characterized by the following distinctions: erudition; excellent education (Kowalski, 2011) ; ability to provide CENTRAL EUROPEAN BUSINESS REVIEW expert opinions (Wellin, 2013) ; professionalism and a closed catalogue of professionsdoctor, lawyer, architect (Drucker, 2011; Jashapara, 2014; Kowalski, 2011; Wellin, 2013) ; autonomy -autonomous participation in knowledge processes, free professions (Drucker, 2011; Jashapara, 2014; Kowalski, 2011; Wellin, 201) , professional ethos and moral responsibility (Chong, Ismail, Thi, and Kanafani, 2017; Harlow, 2018; Murgia, Maestripieri, and Armano, 2016) . The characteristics of the KW concept eventually evolved in accordance with the words of Drucker (2011, p.132-133) : "Knowledge workers today are productively used in some organizations (...) business entities and state administration.". KW with highly specialized knowledge have the habit of playing an active and autonomous role in decision-making processes and communicating with employees depending on the logic of a situation and not on the formal structure of competence. Nowadays, a professional ethos is replaced with an individual system of values, prestige and ethical codes. Jashapara (2014) brings KW to the field of culture of individuality, with the autonomy of an individual and collective cooperation giving the opportunity to pursue individual interests. Such culture of individuality should be treated as something that clips differentia specifica and shows the final shape of the knowledge worker's concept. This culture of the individuality of the KW has its origins in the significant personal profile of an employee and professional passion, which translates into the specifics of motivation to work in an organization (Trzcieliński et al., 2013) . The distinctive factors which create the term KW have been partially subjected to empirical research Ignacek-Kuźnicka, 2017b, 2018; Davenport, 2007; Evans, 2005; Fowler, 2015; Huang, 2011; Hvide, and Kristiansen, 2012; Jezusek, 2018; Jureczka, 2018; Maciariello, 2016; Parmenter, 2016; Pluta, 2018; Šajeva, 2007) . The constitutive need for autonomy by KW is reflected in the attitude of KW to the rules on copyrights adopted by organizations (Harlow, 2018; Steinmann and Schreyogg, 2001) . Strengthening copyright protection can reduce costs, but can also reduce the efficiency of KW, due to reduced motivation to work. However, innovativeness and cognitive tendencies in an employee's profile have an impact on innovation and efficiency (Lewis, Agarwal, and Sambamurthy, 2003) . On the basis of the above, it can be concluded that the most important characteristics of KW include: ethics (Chong et al., 2017; Evans, 2005; Griffin, 2017; Murgia et al., 2016; Steinmann and Schreyogg, 2001; Tidd, and Bessant, 2013) , autonomy (Janz, Colquitt, and Noe,1997; Jungert, Koestner, Houlfort, and Schattke, 2013) , cooperation (Davenport, 2007 , Jashapara, 2014 Tidd, and Bessant, 2013) , professionalism (Frick, 2010; Owen, 2013; Tidd, and Bessant, 2013) , intellectualism (Hwang, Kettinger, and Yi, 2015) , innovativeness (Fischer, Malycha, and Schafmann, 2019; Tidd, and Bessant, 2013) , and reputation (Bhatnagar, Gupta, Alonge, and George, 2017; Frick, 2010; Hwang et al., 2015) , as shown in Figure 1 . At the same time, it is important to define the concept of the level of absorption of the KW's characteristics. It is not possible to define where the KW begins and ends. It is a continuum of different levels of KW characteristics saturation.
The characteristics that constitute KW directly influence the formation of specific human resource management (HRM) solutions dedicated to those employees. KW cannot be managed in the traditional sense. Leaving tradition is a real challenge for the HR managers. The methods that have in the past been effective (e.g. rating systems, payments for performance or bonuses, etc.) are unsuitable for KW due to their differentia specifica. Whelan and Carcary (2011) emphasize the importance of effective management of employees in an organization, who have key knowledge. The motivational function is important from the perspective of an entire organization as well as its individual employees (occupying specific positions). However, there is a research area that still needs to be explored. It concerns the intensity of the determinants constituting KW characteristics that influence their work motivation and efficiency, translating into organizational performance. Even though Teresa Amabile extensively documented studies related to intrinsic motivation and performance in the workplace (Amabile and Kramer, 2013; Gardner, 2019) there is still a need for further research considering the impact of the strength of KW characteristics on the relation between work motivation and job performance, which is essential for the possibility to develop dedicated solutions within the framework of incentive systems. 
Motivation of KW and their job performance
Motivation is an internal energy and a personal will to act (Griffin, 2017) . After all, as a rule, human behavior is motivated by a specific motive. The research on work motivation shows that its sources, types and quality level are of great importance to the organization (Fowler, 2015; Owen, 2003; Steinman and Schreyogg, 2001) .
Literature distinguishes motivation from work motivation. Work motivation (internal work motivation) is traditionally conceptualized as the degree to which the employee is selfmotivated to perform effectively on the job (Hackman and Oldham, 1974; Hackman and Oldham, 1975) . Work motivation is a combination of internal emotions and beliefs, e.g.: about the vocation and passion for work, which have an impact on employees, causing them to put more or less effort to do the job (Bhatnagar et al., 2017) .
According to the model of Hackman and Oldham (1975) , there are three psychological factors shaping work motivation: an employee has to perceive the work as valuable and reasonable, has to have a sense of responsibility for the task and has to know the results (Frick, 2010; Griffin, 2017; Jureczka, 2018; Sadeghi, Sharifian, Sagheb, and Shokrpour, 2019) .
The traditional factors of internal work motivation include interesting work and an opportunity to learn and develop (Ding, Babenko, Koppula, Oswald, and White, 2019; Kovach, 1980; Pak, Kooij, De Lange, and Van Veldhoven, 2019; Parmenter, 2016; Steinmann and Schreyogg, 2001) . However, as people naturally want to develop, this is not CENTRAL EUROPEAN BUSINESS REVIEW the result of any external incentives (Fowler, 2015) . The role of internal work motivation is growing in the era of a knowledge-based economy, where KW are crucial. Building on this, the relation between work motivation and attitude open to innovation was also established (Janz et al., 1997) . It was also proved that autonomy is strengthening work motivation and self-efficacy in employees (Jungert et al., 2013) . Employees attach great importance to the autonomy and are internally tied to it, and their respect for independence is reflected in internal work motivation (Fowler, 2015; Steinmann and Schreyogg, 2001) . KW have enormous energy, that is, they are professionals ready to work day and night. KW exhibit different behaviors as they strive for work and they take responsibility for it with self-control and self-direction. Independence greatly increases their work motivation (Davenport, 2007; Frick, 2010; Maciariello, 2016; Owen, 2003; Tidd and Bessant, 2013) . Therefore, it is not surprising that the literature reports that KW by nature are strongly motivated as their main driving force is coming from autonomy, a sense of a higher purpose and striving for perfection. Due to this, KW put in more effort and take action at work. This demonstrates what can be considered as immanent characteristics of the personal profile of KW (Fowler, 2015) . Furthermore, KW are motivated to work with an inner conviction of vocation and selfefficacy (Bhatnagar et al., 2017) . Moreover, it was established that creativity and innovativeness (characteristics of KW) may be determinants of internal motivation (Fischer et al., 2019) .
Consequently, the constitutive characteristics of KW fit into the motives of internal energy, however it is necessary to conduct research on the consequences of this type of relation.
The research that has been done shows that the added value of voluntary efforts (in the case of complex positions occupied by KW) of better employees differs by 48% from the value of average employees (Hunter, Schmidt, and Judiesch, 1990) . Therefore, it seems that the level of work motivation will increase with the level of absorption of KW characteristics, which will mean that KW are more motivated than employees who are not KW (who, with the assumption of a continuum of characteristics, are characterized by a low level of absorption of a KW characteristics). Based on such reasoning, the following hypothesis can be formulated:
H1:
The level of absorption of KW characteristics positively affects the level of work motivation.
The economic measures of job performance consist of the behaviour presented as a result of mental and physical effort (input) and the effects of these behaviours (results) (Brumbach, 1988; Griffin, 2017) . According to Campbell (1990) , job performance can be defined as behaviors and actions determined by an organization's goals. Motowidlo, Borman, and Schmidt (1997) studied the multidimensionality of this notion and stated that it is the total value of the behaviors required from employees. Borman and Motowidlo (in Szara, Ksykiewicz-Dorota, Klukow, and Lamont, 2017) had previously distinguished performance as a formal job description as something contextual, related to a task, or as a voluntary contribution, not related to formal duties. In that regard, task-based performance indicators are leadership and administrative skills, ability to perform job-specific and nonspecific tasks, and communication proficiency (Campbell, 1990) . According to Borman and Motowidlo, there are five indicators of the assessment of contextual performance: working for an organization apart from the formal duties of the job description, performing key tasks on time and with enthusiasm, being ready to support colleagues, being compliant with rules in difficult circumstances, and being compliant with the organization's policy to defend it goals (Szara et al., 2017) .
Given this, the characteristics that identify KW, intuitiveness and creativity, are both important elements of individual behavior in the workplace and they directly or indirectly affect the performance of the organization. They belong to the whole set of efficient behaviors that are expected from a member of the organization. According to Griffin (2017) , dysfunctional behaviors are harmful to the organization's performance, and therefore KW characteristics which are counter to dysfunctionality contribute to performance. It was found that for KW, the boundary between professional and personal life is blurred and they work more like volunteers than full-time employees (Evans, 2005) . Welch (2005) claims that of the characteristics that an individual brings to the organization their passion stands out as being most fundamental to measuring effectiveness (Parmenter, 2016) . Thus, the attitude, individual abilities, and character traits which build the effectiveness of KW work in turn determine the success of the organization (Davenport, 2007; Griffin, 2017; Pluta, 2018) . The specific character traits of KW that provide this progression and contribute to the results of the organization as a whole are idealism, cooperativeness, innovativeness, autonomy, flexibility, high qualifications, interdisciplinarity, openness, illogical development paths, and sense finding (Amstrong and Taylor, 2016; Davenport, 2007; Fowler, 2015; Maciariello, 2016; Tidd and Bessant, 2013) . In particular, it has been established that autonomy and cooperation significantly and positively affect the effectiveness of KW (Davenport, 2007; Janz et al., 1997; Jungert et al., 2013) . These common characteristics allow us to treat KW as a cohesive group in the context of increasing job performance because the factors determining the performance of KW are identical, regardless of the profession (Davenport, 2007) . In spite of this, KW tend to identify more than other workers in an organization with their specialty and to the extent that they may define performance in terms of representatives of their specialization (Griffin, 2017) .
Therefore, achieving the best results at work requires a synthesis of three elements: knowledge, skills and will and this combination undoubtedly characterizes KW (Evens, 2005) . Organizations achieve better results by employing creative, cooperative employees with excellent skills, characterized by high job satisfaction (Parmenter, 2016) . As such, it is understandable that a higher level of contextual performance has been found among KW who identified with the mission and long-term goals of their organization (Szara et al., 2017) .
Moreover, numerous empirical studies have proven the existence of the relation between job performance and characteristics of KW (Al-Makhaita, Sabra, and Hafez, 2014; Buljac-Samardzic, Dekker van Doorn, van Wijngaarden, and van Wijk, 2010; Fitzpatrick While, and Roberts, 1999). It has also been proven that KW who share their knowledge tend to achieve better results than others (Cummings, 2004) . Based on such reasoning, the following hypothesis can be formulated:
H2:
The level of absorption of a KW characteristics positively influences the level of job performance.
In general terms, the existence of the relation between work motivation and job performance was already proven in 1974 by Hackman and Oldham (1974) . Such a relation also applies to KW. KW differ from other employees, as they have a bigger need for CENTRAL EUROPEAN BUSINESS REVIEW autonomy, knowledge, competence, creativity and cooperativeness. That affects their mental states, such as a sense of responsibility, and their personal internal work motivation. It is a specifically conditioned work motivation, which again differentiates KW from other employees. That is because of different approach to the performed tasks, which translates into personal and organizational results. As a consequence, it is reflected in the level of performance (Davenport, 2007; Deci and Ryan, 2002; Fowler, 2015; Hackman, 1980; Jureczka, 2018) . Kelley, 1998 ; At the same time, the characteristics of KW based on internal emotions, e.g. beliefs about vocation and passion for work, have a profound impact on work motivation and significantly affect behaviors leading to intensification of performance (Frick, 2010) . Therefore, the skills and abilities of KW determine the type of internal work motivation specific for KW. The motivation allows to exploit these characteristics, to perform duties at the workplace, thus enabling adequate behavior and actions consistent with the goals of the organization and ultimately its performance. Therefore, work motivation has a much stronger impact on job performance than in the case of employees, who are not KW (Alzaidi, Muneer, and Gaballa., 2011; Fischer et al., 2019) . Constitutive characteristics determine KW, generating energy directed at their specific motivators of work, which translates into the best performance of their work in the context of their organization. Therefore, it can be assumed that the impact of work motivation on job performance will be higher among knowledge workers than among other groups of employees. Based on that, the following hypothesis can be formulated:
H3:
The higher the level of absorption of KW characteristics, the higher the influence of work motivation on job performance.
In the light of the above-mentioned considerations, the following research hypotheses can be formulated (Fig. 2) :
Figure 2 | Developed hypotheses
Source: authors
Research methodology and results
A survey was conducted in order to verify the proposed hypotheses and identify the level of work motivation, job performance and absorption of KW characteristics. The survey was filled in by employees of organizations operating in Poland. The study involved 204 respondents. One employee from one organization answered the questions in one questionnaire. The responses were gathered using telephone method on the following dates: 01/03 /2019, 11/03/2019, 19/03/2019, and 22/03/2019 . A randomly selected group of organizations from the database belonging to IPT Call Center Sp. z o.o. with its seat in Wrocław, Aleja Armii Krajowej 62, with organizations from various industries was used. There were 3985 records in the database.
Variables measurement
In order to examine the proposed hypotheses, key variables were defined: work motivation, job performance and absorption of KW characteristics. Respondents evaluated all variables based on the list of items using a 7-point Likert scale (the scale from I strongly agree to I strongly disagree with a middle point: I do not have an opinion). The Likert scale is a nominal scale composed of test items in the form of declarative sentences. Each of them has ordinal scales which allow for the characterization of the respondent's attitude towards the phenomenon being measured (Kaczmarczyk, 2003) . As Brown (2011) explained, "despite all this discussion of the ordinal nature of Likert items and scales, most of the research based on Likert items and scales…treats them as interval scales and analyzes them as such with descriptive statistics like means, standard deviations, etc." For this reason it is possible to use Cronbach's alpha parameter which estimates the internal consistency reliability of a construct in our analysis (Gay, Mills, and Airasian, 2006) .
Work motivation was measured based on the concept of Hackman and Oldham (1974, 1975) . The scale contains one item (based on a single question) referring directly to the previously presented definition of work motivation: "I am full of energy and enthusiasm to work in my work position, I am fully committed to the tasks entrusted to me by my organization." Measuring motivation with one statement was dictated by the necessity to condense the phone conversation during which respondents were asked questions.
Job performance was measured according to the definitions by Campbell (1990) , Motowidlo, Borman, and Schmidt (1997) , and Szara et al. (2017) . The scale contains four items referring to the quality, timeliness, efficiency and effectiveness of the employee's tasks at the workplace using the following items:
• I always do all the tasks in the scope of my duties with the quality and performance that satisfies my organization. Finally, the absorption of KW characteristics was based on the concept developed by the authors own study based on . In the original version, a scale consisting of 7 items was used and Cronbach's α was 0.777. Thus, one of the items was eliminated, creating a 6-item scale:
• In my profession I use unique knowledge, which is why I am independent as an expert and at the same time I have great responsibility. 
Descriptive statistics and reliability analysis of scales
As a first step in the research process, the reliability of the scales of each variable was verified. The results of the analysis of the reliability of the measurement scales are presented in tab. 1. Cronbach's α indicates high internal reliability of the scales and measurements. 
Relations between work motivation, job performance and absorption of KW characteristicsresearch results
In order to verify hypotheses H1 and H2, the correlation coefficient between work motivation, job performance and absorption of KW characteristics was calculated. The correlation was analyzed with the use of Spearman correlation in order to verify the hypothesis H1 and H2. The results are presented in table 2. The results show that absorption of KW characteristics is statistically significantly correlated with work motivation and job performance. The obtained results allow us to accept both hypotheses H1 and H2, regardless of the fact that correlation analysis does not, in general, verify a cause-effect relation. In logical terms, there is only one possible direction of influence: the status of KW or lack of that status affects work motivation and job performance. However, there is no possibility that the level of work motivation or job performance determines the status of an employee. A high level of work motivation or job performance may reasonably be associated with non-KW. Nevertheless, as the characteristics that have been shown to be correlated with increased work motivation and job performance are standard to KW, this means that KW, on average, have a higher level of work motivation and job performance than employees who do not have this status.
Absorption of KW characteristics as a moderator for the relations between work motivation and job performanceresearch results
The relation between work motivation and job performance (hypothesis H3) was analyzed in the context of absorption of KW characteristics to verify the statistical significance of this notion as a moderator of the given relation. As a first step, a new variablemoderatorwas introduced which a product of two standardized, independent variables (work motivation as the first independent variable and absorption of KW characteristics as the second independent variable). As a second step, a regression model was built using the Process macro for IBM SPSS Statistics. As the first model was built as a base model for comparison, only independent variables were added as predictors. The second model was also built using independent variables together with the moderator as predictors to verify whether the moderating influence is occurring in the entire sample. To confirm that, the third regression model was built using only one independent variable (without absorption of KW characteristics as a second independent variable) and the moderator as predictors. The results of the analysis are presented in table 3. The obtained model clearly shows that absorption of KW characteristics is a moderator of the relation between work motivation and job performance (hypothesis H3). The delta R2 and the obtained model for absorption of KW characteristics as a moderator are statistically significant (F (3, 200) = 47,3683, p < 0,001). In other words, the obtained model confirms the cause-effect relation between work motivation and job performance and allows us to accept hypothesis H3.
Discussion
Shaping motivation systems dedicated to KW seems to be a significant issue in the management of modern organizations. A positive relation was established between the absorption of KW characteristics and work motivation, and a positive relation between absorption of KW characteristic and job performance. Together with the verification of the KW characteristics as the mediator of the relation between work motivation and job performance it allows to fulfill to some extent the existing (and described) research area. The R-square value of the constructed model is just over 40%. It is not a high value but acceptable in social sciences (Baguley, 2009; Czakon ed., 2011) . It is even believed that in social sciences low R-square values are often expected. Even a low R-square can indicate that regression model has statistically significant explanatory power. The results also fit into the current academic discussion, creating a different picture of an organizational dependency. At the same time, the conclusions contribute partly to the development of HRM as the findings shed new light on the methods of work motivation and performance improvement, as well as the systems of assessments or remuneration. They expand current knowledge about the subject matter and inspire further scientific research in this matter.
The reached conclusions are also relevant to business practice. After all, the performance of an entire organization depends on the behaviour of each employee. If there is a need for knowledge-based work to increase productivity and improve the organization's financial results, appropriate methods for its KW are needed. For example, in order to effectively and efficiently transfer their knowledge, as demonstrated in practical experiments, specific solutions based on a thorough understanding of their needs and intentions are required (Formánek, 2015) . The results of this research initially help to solve these utilitarian problems in the field of KW management. Namely, they allow managers to better understand the basic characteristics of KW in organizational situations.
Conclusion
The research gap that is being explored needs to be filled with richer empirical data. One of the reasons for this is the fact that the quantitative method we chose for verification has some limitations. Most importantly, the research was conducted on a randomly selected sample consisting only of organizations operating in Poland and with the use of an innovative toola questionnaire constructed by the authors. The obtained results allow only a preliminary verification to the raised issue and just on the basis of the conclusions drawn from them , it is impossible to build a theory for further verification. However, the obtained results revealed that this is a field of study undoubtedly worth exploring. Future research needs to have a bigger sample, that is, a bigger number of respondents, including organizations operating outside Poland. One should also consider whether or not the characteristics of self-motivation or intrinsic motivation should be included in future models.
